This study examined the relationship between the "bright" and "dark" side of work personality, as well as their relationship to cognitive ability. In all 374 working adults completed three tests at work: Hogan Development Survey (HDS) (Hogan & Hogan, 2009) ; Saville Consulting Wave Professional Styles (Saville Consulting, 2005); Raven's Progressive Matrices (Raven, Raven, & Court, 1998) . The four behavioural clusters (Thought, Influence, Adaptability, Delivery) of the "bright side" test were independent of one another. Three of the four correlations between intelligence and personality were significant. Regressions showed that gender, intelligence, and the "dark side" factors measured at facet and higher order levels accounted for between 7% and 37% of the variance. The thought cluster was best predicted by intelligence and high scores on Leisurely, Bold and Imaginative. The influence cluster was best predicted by intelligence (negatively), skeptical, reserved (negative) and colourful. The adaptability cluster was most related to diligence (negatively). Finally, delivery was predicted by intelligence (negatively), excitability (negatively), skeptical and diligence. Limitations and implications are considered.
Introduction
Organisational scientists have spent the last 20 years, trying to identify which are the ingredients that make a senior manager successful. Research has shown that intelligence and personality traits play a vital role on predicting major life outcomes, such work performance (Barrick & Mount, 1991; Judge, Higgins, Thoresen, & Barrick, 1999) .
Further, organisational researchers have started to investigate the dark side of personality and work achievement/promotion/experience (Furnham, Crump, & Ritchie, 2013; Spain, Harms, & Lebreton, 2013) .
The aim of this study is to investigate behaviours related to workplace, like capability, with the dark side of personality while controlling for intelligence and gender. There have been a number of studies looking at the relation between the "bright" and the "dark" side personality and its connection with work success (Furnham, Hyde, & Trickey, 2012a) as well as the relationship between personality and intelligence (ChamorroPremuzic & Furnham, 2005a) . This study looks at the relation of intelligence and "dark" side personality to workplace personality as assessed by a relatively new, but validated test.
The Wave Professional Styles (Wave) have its foundation on a hierarchical model of occupational personality that is based on the Five Factor Model (FFM) (Costa Jr. & McCrae, 1990) and Great Eight (Bartram, 2005) . The wave has four behavioural clusters: thought, influence, adapting and delivery (Table 1 ). It measures a broad spectrum of work behaviours from personality to motives, talents, preferred culture and competency potential (McDowall & Kurz, 2007) . These are conceived of as independent behavioural clusters, which reflect particular work-related competencies.
The Hogan Development Survey (HDS) (Hogan & Hogan, 2001 ) was used to measure "dark side" traits. The HDS obtains 11 subclinical traits and uses positive softened naming instead of the more negative termed in DSM-IV (see Table 2 ) (Spain et al., 2013) . Factorial analysis has shown that these 11 subscales are separated in three clusters known as moving against (bold, mischievious, colourful, imaginative), moving towards (diligent and dutiful) and moving away from others (excitable, cautious, skeptical, reserved, leisurely) (Furnham & Trickey, 2011; Khoo & Burch, 2008) .
Intelligence is measured by using Raven's Progressive Matrices (Raven, 1990 (Raven, /2000 which is one of the most established, validated and celebrated measures of cognitive ability. Since the end of World War I, the measure of general mental ability (GMA) or 
Dutiful
Eager to please and reliant on others for support and guidance; reluctant to take independent action or to go against popular opinion.
Note: Description was taken from HDS manual (Hogan & Hogan, 2009 ) and Spain et al. (2013: p. 4 ).
intelligence has an important role, in the workplace, especially for hiring employees (Yerkes, 1921) . Schmidt & Hunter (2004) found that the correlation range of GMA and job success/performance is from .31 to .73.
Many studies have examined personality correlates of work success (Furnham, 2008; Hurtz & Donovan, 2000) . Judge et al. (1999) Furnham et al. (2013) recently demonstrated that conscientiousness, more than any trait or intelligence was the strongest predictor of speed of promotion.
Various studies have examined the relationship between well-known and established personality measures and "dark" side factors (Furnham et al., 2013; Furnham & Crump, 2005) . Furnham and Crump (2005) found that neuroticism is predicted by high scores in excitable, skeptical, cautious, leisurely, imaginative, diligent and dutiful and by low scores in reserved, mischievous and colourful. Extraversion is predicted by high scores in bold, mischievous, colourful and imaginative and by low scores in cautious, reserved and diligent. Openness to experience is predicted by high scores in bold, mischievous, colourful and imaginative and by low scores in leisurely. Agreeableness is predicted by high scores in cautious and dutiful and by low scores in excitable, skeptical, reserved, bold, mischievous, colourful and imaginative. Finally, conscientiousness is predicted by high scores in skeptical, bold, colourful and diligent and by low scores in mischievous and imaginative.
Many studies have revealed, perhaps paradoxically, that some "dark" side personality traits are potentially beneficial at work (Furnham & Trickey, 2011; Furnham, Hyde, & Trickey, 2014) . More specifically, diligent predicts an individual with high integrity and low counterwork productivity scores, bold is commonly found in many successful
CEOs (Chatterjee & Hambrick, 2007) . Colourful is positive associated with potential (Furnham et al., 2012a) as well speed of promotion (Furnham et al., 2013) Mischievous is positively linked with stress tolerance and sales potential (Furnham, Hyde, & Trickey, 2012b) and promotion is positively related with diligent and dutiful (Race, Hyde, & Furnham, 2012) .
This study will explore the extent to which the four behavioural clusters of wave are predicted by the dark side of personality while controlling for intelligence and gender.
According to the Wave model, thought is associated with openness; influence with extraversion and agreeableness, adaptability with neuroticism and delivery with conscientiousness. Based on previous studies in this area, but using different measurements, it is predicted that imaginative is most associated with thought, colourful with influence, excitable with adaptability and diligence with delivery. It is also predicted that intelligence is positively correlated with thought but negatively correlated with delivery (Furnham et al., 2013) .
Method

Participants
In all 374 employees of a UK company took part in this study. Due to missing data on HDS, Ravens and Wave, only 181 were considered where 33 (18.2%) were females. The age of the participants was not collected.
Materials
Hogan Development Survey (HDS) (Hogan & Hogan, 2009) . HDS is a self-administered personality questionnaire that focuses on personality disorders occupying the psychological space halfway between psychopathology and normal personality, which means that it allows for a dimensional approach to the research. It includes 154 items that are dichotomous (true-false). The coefficient alphas were ranging from .5 to .7 with the average alpha coefficient being .64. In the test-retest reliabilities for sample of 60 participants over a three-month interval the range were between .5 and .8, having an average of .68.
The Raven's Progressive Matrices (Ravens). Ravens assesses problem-solving and reasoning ability (Raven, Raven, & Court, 1998) (Raven, 1990 (Raven, /2000 .
Wave Professional Styles. Saville Consulting Wave Professional Styles is an online, self-report measure that was based on the personality model of the Five Factor Model (Costa Jr. & McCrae, 1990) and on the competency model of Great Eight (Bartram, 2005 
Procedure
Participants were tested by Sixth Sense Consultancy. The participants were given personal feedback on their scores. There anonymised scores were used in this analysis with their consent. They were nearly all employed as middle to senior managers in British company. They took this test as part of an assessment exercise. Inevitably, this could have affected their results because of issues such as impression management and general dissimulation.
Results
Data Analysis
First we explored the reliability of the WAVE measure and inter-correlations between the scales. Then we looked at the correlations between the four WAVE scales and the Dark Side traits at both facet and domain level as well as intelligence. Finally we computed a number of regressions to exam the incremental validity of dark side personality over gender and intelligence. Descriptive statistics of the Wave, Cronbach's Alpha and the inter-correlations of the four clusters are presented in Table 3 . When dealing with psychological constructs values below .7 can be realistically expected due to the diversity of the constructs being measure (Kline, 1999) . As shown in Table 3 , the highest Cronbach's Alpha is .66 and the lowest is .55, which means that the 66% -55% is considered as true variance. All the four values at Cronbach's Alpha are considered relatively low but expected (Kline, 1999) . A series of hierarchical regressions were performed using the four clusters of Wave as dependent variables and HDS, gender and intelligence (Ravens) as independent variables. The results are presented in Table 5 .
In step 1 of the hierarchical regression, we controlled for gender and intelligence that accounted for 1.2% of the variance of predicting work behaviours (i.e. motives, talents, preferred culture and competency potential) for Thought, 1.8% for Influence, .9% for Adaptability and 2.8% for Delivery. Ravens was significant in all clusters but Adaptability. Ravens has a negative relation with Delivery and Influence but a positive relation with Thought. Ravens is no longer a significant predictor suggesting that high intelligence is not as important as the dark side of personality for this cluster.
Finally, we also conducted a series hierarchical regressions using the four clusters of Wave as criterion variables, the three clusters/higher order factors of HDS, gender and intelligence as predictor variables. The results are presented in Table 6 . In step 1 of the hierarchical regression, we controlled for gender and intelligence (Ravens) that accounted for 1.2% of variance for work behaviours for Thought, 1.8% for Influence, .9% for Adaptability and 2.8% for Delivery. As above, Ravens was significant with all clusters but Adaptability, showing a positive relation with Thought but a negative relation with Influence and Delivery.
In step 2, the three clusters of HDS were added and an additional 5.8% of variance was explained with higher order values on moving away from others significantly work behaviours for Thought. Furthermore, Ravens was still a significant predictor suggesting that the high intelligence has a positive relation with Thought. An additional 20.2% of variance was explained with higher values on moving against others significantly predicting work behaviours for Influence. Noteworthy is that Ravens is still a significant predictor suggesting that the high intelligence has a negative relation with Influence. With regards to Adaptability an extra 11.1% of variance was explained with higher values on moving against others but lower values on moving away from others significantly predicting work behaviours. Finally, an additional 6.2% of variance was explained with higher values on moving towards others significantly predicting work behaviours for Delivery. Ravens was still a significant predictor suggesting that the high intelligence has a negative relation with Delivery.
Discussion
The aim of this study was to investigate the relationship of the four behavioural clusters of Wave and the dark side of personality while controlling for intelligence and gender.
Gender was not a significant predictor in any of analyses in any step, whereas intelligence was a significant predictor, even if after we controlled for it. We found that high scores on intelligence predicted Thought and low scores on intelligence predicted In-fluence in both analyses. A possible explanation may lie in the relation of intelligence and FFM. More specifically, Thought is based on intelligence and Openness to Experience. Openness to Experience is the most consistent replicated finding that shows by far the strongest link with intelligence (DeYoung, 2011) . The meta-analysis of Ackerman and Heggestad (1997) revealed a moderate correlation of .33. Consequently, it is reasonable that intelligence remained significant predictor at Step 2 in both analyses.
Influence is based on Extraversion and need for power. According to DeYoung (2011), studies published since 2000 present a weak negative correlation between Extraversion and intelligence (r = −.04), which might explain our finding.
With regards to Delivery, intelligence was a significant predictor in Step 2 only when the three clusters of HDS were entered. A possible explanation might be that since moving towards others contains Diligent, Ravens was influenced by it. Diligent was the most significant scale predicting Delivery. Furthermore, Delivery contains Conscientiousness and need for achievement. Conscientiousness is the best predictor for academic achievement and has a small negative relation with intelligence around −.12 (Moutafi, Furnham, & Crump, 2003; Furnham & Chamorro-Premuzic, 2005) . Chamorro-Premuzic and Furnham (2005a) proposed that the high scores in conscientiousness in individuals with lower intelligence is a compensatory mechanism; that is more intelligent people need to be less organised and hard-working because they are more efficient. It is possible that the combination of Conscientiousness and Diligent lead Ravens to be a significant predictor on Delivery.
With regards to the dark side of personality, our findings revealed that high scores on Leisurely, Bold and Imaginative predicted Thought. High scores in Openness to Experience predicted Bold and Imaginative however both Furnham and Crump (2005) and Furnham et al. (2013) found low scores of Openness to Experience predict Leisurely where in the current study we found the opposite. A possible explanation might be that Thought is also a combination of three primary sectors and nine dimensions and not such a "clean" measure of Openness.
Influence was predicted by low scores in Reserved and high scores in Skeptical and Colourful. As shown in Table 1 , Influence is based on Extraversion and the need for power. Furnham and Crump (2005) and Furnham et al. (2013) found that high scores in Extraversion predicted Colourful and low scores predicted Reserved but they did not find anything for Skeptical. Spain et al. (2013) implied that in HDS, Machiavellianism corresponds to Skeptical. A Machiavellian personality has a need for power; he/she manipulates, lies to and exploits others, in order to satisfy his/her own agenda (Spain et al., 2013; Wu & LeBreton, 2011) . Therefore, it is not surprising that high scores in Skeptical predicted Influence.
Adaptability was predicted by low scores in Diligent. One of the constructs of Adaptability is Emotional Stability, which the negative pole of Neuroticism. Our results, which show highscore in Neuroticism predicts Diligent and Cautious, confirms the work of Furnham and Crump (2005) and Furnham et al. (2013) . Finally, low scores in Excitable and high scores in Diligent and Skeptical predict Delivery. Furnham and Crump (2005) , and Furnham et al. (2013) found that high scores in Conscientiousness predict Diligent and Skeptical. Furthermore, they found a significant negative correlation of Excitable with Conscientiousness. The negative correlation combined with the fact that Delivery has three sections and nine dimensions might justify our finding.
Despite numerous technical and in-house reports as well as the widespread use of the Wave instrument for selection and coaching in the United Kingdom, few studies have looked at its psychometric properties and correlates. This study showed that, on the basis of its theoretical construction it was possible to test and confirm various hypotheses as to the relationship between the four clusters and intelligence and "dark" side traits.
Conclusion
The current study, as many others, has some limitations. The most important limitation is that the Cronbach's alpha of the Wave is very low and that the results should be interpreted very carefully. Another limitation is that the age of the participants is unknown which we could not control. Furthermore, the method invariance is problematic with most of the occupational studies (Furnham et al., 2012a) . All the measurements were self-reports that lead to two main problems; first there is a tendency of an increase of the reported size of the relations (correlations) and social desirability. Ideally we would have had some objective work performance measure as a criterion.
